Background: Despite the importance of social organizational factors in career advancement and promotion among academic employees, still some academic employees suffer from low career advancement and consequently low academic performance. Aim of this study was to examine the mediation effect of self-efficacy on relationship between mentoring and career advancement among academic employees in the two public universities in Iran.
Introduction
With the current expansion of the global economy and the rapid changing in technologies and innovations, universities as key factors in the cultural, social, political and economic play an essential role in the education of human capital (Zamani et al., 2011) . Also, academic members as one of the most vital aspects of educational systems play a significant role in society guidance (Altbach, 2009; Airini et al., 2011) and social growth in human societies (Morley & Hosking, 2003; Ismail & Arokiasamy, 2007) .
Mentoring in academic medicine and other professions, points to a positive relationship between mentoring and key outcomes like faculty job satisfaction (Sambunjak, Straus, & Marusic, 2006) , personal growth (Pololi et al., 2002; Straus, Chatur, & Taylor, 2009) , professional productivity (Sambunjak, Straus, & Marusic, 2006) , and faculty retention within institutions (Ries et al., 2012; Kosoko-Lasaki, Sonnino, & Voytko, 2006) . According to these findings, it is evident that universities willing to invest in and develop their academics should consider impact of faculty management practices such as mentoring programs; those that fail to invest in their academics risk losing them to other universities. Academic medical institutions act to invest in faculty mentoring and development efforts in order to get better positioned to promote faculty satisfaction, retention, and institutional performance (Mervis, 2008) .
Each mentoring structure can be tailored to support some management functions or most wanted results. For instance, the supervisory mentoring may progress career functions, while the structure of peer mentoring may progress psychosocial purpose (Allen et al., 2004; Ensher et al., 2001 ). In addition, an organization that employs various mentors more likely to produce a wide range of mentoring role and enhance the formation of a structure with a mentor (Bland et al., 2005; Baugh & Scandura, 1999; Packard, 2003; De Janasz & Sullivan, 2004) . Choice to the traditional model can be vital to maintain under correspond of group in the field of science (Dougherty & Dreher, 2007; Packard, 2003) . Thus, to aid in the planning of innovative and effective research, it is important to understanding of the effect of mentoring in different structures and roles associated with supervision.
Most study on behaviours pointed out the strategies that employees use to gain career advancement (Aryee et al., 1996; Ballout, 2007) . stated the impact of self-efficacy on career advancement. They have found that at career entry self-efficacy had a constructive impact on salary and seven years later a positive impact on career satisfaction and salary change . Studies have indicated that having high self-efficacy beliefs in the related work domain, high self-esteem, being aspired in career development directly correlated with employees' performance and career advancement (Callanan, 2003; Riordan, 2007) . Self-efficacy provides clear guidelines on how to expand and improve the quality of human performance such as inspiration and goals (Bandura, 1995) . Self-efficacy has been known as important character that related to a personal learning and career development in the supervisory mentoring program (Pan et al., 2011; Parsa et al., 2014) .
Occupational self-efficacy refers to judgment/belief of an individual ability to successfully complete a career, network effectively with specialized in a field of interest (Bandura, 1986 (Bandura, , 2001 Solberg et al., 1998) . Solberg (1998) found that the career self-efficacy mediates the relationship between the sources of self-efficacy and career outcome (Solberg et al., 1998) . It may be due to impact of environmental factors on career outcome taking place through the mediating effect of self-efficacy (Bandura, 2001; Betz & Hackett, 2006) . Therefore, the aim of this study was to find out the relationship of mentoring, self-efficacy and career advancement. The findings of this study would clarify the significance of individual and organizational factors in determining career advancement in academics.
Academics in health services, researches and teaching seek for opportunities to promote their career development. Achievement in work depends on the personnel stimulation and career advancement that conducted by their directors (mentors) responsibility, advancement and improvement (Herzberg, 1966) as well as the administration quality and policy. Therefore, comprehensive higher education plan should be continuously evaluated. Specifically, in public universities need to assess their strategic plans of which one includes career advancement of their human resources. Above all, earlier researches have failed to assess the implications of individual and structural factors on career outcomes for organizational career advancement.
According to the Social Cognitive Theory developed by Bandura (1986 Bandura ( , 1997 , which was modified by Lent et al. (1994; , the human function is explained by a triadic reciprocity in which personal, environment and behaviour factors have bi-directional effect on each other. The Social Cognitive Career Theory premises the significance of individuals' self-efficacy from the viewpoint of an individual choosing a particular career based on previous learning experiences acquired from the environment. Furthermore, according to the learning organization model developed by Marsick and Watkins (2003) , a learning organization can increase learning experiences through systems to capture and share learning, inquiry and dialogue, continuous learning opportunities, collaboration and team learning, provide strategic leadership for learning, empower people toward a collective vision, and finally connect the organization to its environment, (Marsick, 2013) .
A lot of emphasis has been given to the significance of the learning organization and social organizational factors in career advancement among academic employees. However, low career advancement and an apparent low academic performance are still evident among academic staff in Iran. Previous studies found that employees in health care centres of Hamadan University of Medical Sciences had the high amount of job stress (87.7%), dissatisfaction (59.9%) (Hamidi et al., 2011) and low communication skills (Hamidi et al., 2012) . The nature of self-efficacy as a mediator implied that career advancement of academic employees can be improved if there is a belief in self abilities at the workplace.
Studies have shown the relationship between career advancement with organizational factors such as mentoring (Higgins & Kram, 2001; Scandura & Williams, 2001; Lankau & Scandura, 2002; Godshalk & Sosik, 2003; Simmonds & Zammit, 2010; Lease, 2004; De Janasz & Sullivan, 2004; Kasprisin et al., 2003; Packard, 2003; Bozionelos, 2006; Gardiner et al., 2007; Arokiasamy & Ismail, 2008) . In the literature, researchers have investigated the relationship between self-efficacy with mentoring (Allen et al., 2004; Chan & Ho, 2008; Beveridge, et al., 2002; Sambunjak, Straus, & Marusic, 2006) . Furthermore, there are studies that have illustrated the relationship between self-efficacy and career advancement (Duffy et al., 2006; Schyns & von Collani, 2002; Day & Allen, 2004; Valcour & Ladge, 2008) . Therefore, there is a gap for understanding the relationships of mentoring, self-efficacy and career advancement in a model. Thus, current study investigated to what extent mentoring and self-efficacy influenced academic career advancement.
Most of these studies support the direct effect argument between career advancement and mentoring (Scandura & Williams, 2001; Lankau & Scandura, 2002) . The examination of self-efficacy as the mediating variable through mentoring affect career advancement is still scarce. Very few scholars have empirically examined the mediation variables in the relationship between mentoring and career advancement (Swanson & Gore, 2000; Appelbaum & Hare, 1996) . This study hoped fills the gap in the literature in this area among academic employees. Overall, this study aimed to determine how independent variables (mentoring and self-efficacy) contribute to career advancement and how self-efficacy mediates the relationship between mentoring with career advancement in academic employees in two Hamadan universities.
Methods
A survey study was done in two Hamadan public universities (University of Medial Sciences and BualiSina University) in the year 2013. A structured questionnaire based on information of 307 randomly selected academic employees collected the data. Participants were identified by random probability proportional to size sampling. Questionnaire including background characteristics, three dimensions of mentoring, self-efficacy and four dimensions of career advancement. Respondents requested to determine the extent to which each of the questions reflects their perceived organization in the following aspects.
Perception on Mentoring
The mentorship section of the survey used the Scandura and Ragins (1993) questionnaire and the modified scale MFQ-9 include 9-item multidimensional mentoring measure. It is a 5-point Likert scale instrument where participants were asked to indicate their agreements from response categories ranging from strongly disagree=1, to strongly agree=5. These items included statements about three mentoring relationship functions: 1) vocational support e.g. "My mentor took personal interest in my career"; 2) psycho-social support e.g. "I considered my mentor to be a friend." and 3) role modelling e.g. "I try to model my behaviour after my mentor " (Pellegrini & Scandura, 2005) . The tool to be highly reliable with a Chronbach's alpha and valid for content validity. The Cronbach's alpha coefficients for the whole scale, vocational support, psychosocial support, and role modeling were .86, .84, .77, .80 respectively (Hu, 2008 ). In the current study, the Cronbach's alpha coefficients for the whole scale, career support, psychosocial support, and role modelling were .877, .902 .849, .787, respectively.
Perception of Self-Efficacy
This study used an occupational self-efficacy scale (Schyns and Von Collani, 2002) which includes 8 items were rated on a five point Likert-type scale: "not at all true=1" to "exactly true=6". Sample items on the questionnaire include "I can remain calm when facing difficulties in my job because I can rely on my abilities" and" If I am in trouble at work, I can usually think of something to do". Total scores equal the sum of the scores from all 8 items, and these scores range from 8 to 48. Higher scores indicated higher levels of perceived occupational self-efficacy. Reliability of the scale has been demonstrated in previous studies (Schyns and Von Collani 2002; Chen et al., 2004) . The short version of the scale has been reported to have internal consistency of the items was Cronbach alpha=.850 (Schyns and Von Collani 2002) . In present study the reliability was at desirable level (Cronbach alpha=.899).
Perception of Career Advancement
The career advancement scale was developed by Weng and Hu (2009) including 15 questions in four subscales. Examples of career advancement subscales are: Career goal progress e.g., "My present job moves me closer to my career goals"; Professional ability development e.g., "My present job encourages me to continuously gain new and job-related skills"; Promotion speed e.g., "The probability of being promoted in my present organization is high".; and remuneration growth e.g. "My salary is growing quickly in my present organization". Weng et al. (2010) study showed this scale had appropriate reliability. Coefficient alphas for career goal progress, professional ability development, promotion speed and remuneration growth were .85, .86, .86, .80, and .78, respectively. In present study, the reliability of total scale was good (Cronbach'salpa=.890).The coefficient alphas for career goal progress, professional ability development, promotion speed and remuneration growth were at desirable level as: .782, .849, .746 and .923, respectively.
Structural Equation Modelling Analysis
Prior to evaluate the overall measurement model, confirmatory factor analysis (CFA) was separately used to estimate validity and reliability and test the hypothesis measurement model for all latent variables. The measurement models as an important part of SEM were tested to find out whether or not the observed variables adequacy represented their related latent variables.
In order to test if the model fit the data in current study, two types of fit indices were used: absolute indices and incremental indices (Hair et al., 2010) . The ratio of χ 2 to the degree of freedom (CMIN/DF), goodness of fit index (GFI), the root mean square residual (RMR) and the root mean squared error of approximation (RMSEA) were some examples of absolute indices. Incremental fit index (IFI), the comparative fit index (CFI), and the goodness of fit index (GFI) were some of incremental fit indices. Item parcelling involves use of summated (aggregated) scores from a set of indicators (Byrne, 2010) . In current study item parcelling was used for three dimensions of mentoring and four dimensions of career advancement. Table 2 , reveals fit indices of the measurement models of mentoring, self-efficacy and career advancement. Corresponding standardized factor loading indicated acceptable relationship strengths for all items. In addition, a review of evaluation of fit indices showed a good fit model to the data. The factor loading (above 0.50) for mentoring and self-efficacy were kept for data analysis. However, one item from the first dimension of career advancement was dropped because its factor loading was below 0.50. Therefore, 14 items were kept for data analysis. 
Evaluating of Mediation Effect of Self-efficacy
In order to investigate the mediation effect of self-efficacy, the producers were applied based on Baron and Kenny (1986) . According to this model, the first step was to show how mentoring effected on to the dependent variable (career advancement) in direct model (path C). After this, investigated how the independent variable effected on the mediator as self-efficacy (path A). The next step was to assess the effects of the mediator variable on the dependent variable (path B). If self-efficacy completely mediated the mentoring-career advancement relationship, the effect of mentoring on career advancement controlling for mediator (path c') should be zero. If the relationship between independent variable and dependent variable controlling for mediator in indirect model was decreased (path C'), the partial mediation was achieved. The effect of demographic variables such as work experience, age, gender was controlled in the model.
Results
The respondents' age ranged between 26 to 46 with mean 39.67 (SD=7.4) years. Slightly more than half of respondents were males (55.4%). The majority (83.4%) of them were married. About 70% o f respondents had Ph.D. degree.
The minimum mentoring score was 10 and maximum was 44. Findings showed that 5.9% of employees had low level of mentoring, 59.3% had a moderate level and 34.9% had a high level of mentoring in their universities based on categorizing the data into equal interval width (low≤2.33), (2.34≤moderate≤3.66), and (3.67≤high≤5.00).
The perception of self-efficacy score ranged between 18-46. Results showed that 15.6% had low, 60.6% had a moderate and 23.8% had a high level of self-efficacy in the university based on categorizing the data into equal interval width (low≤2.66), (2.67≤moderate≤4.33), and (4.34≤high ≤6).
Referring to career advancement, the overall mean was 37.88 with a standard deviation of 9.87. A small standard deviation value shows that the ratings given by the respondents were similar or homogenous. The majority of the respondents perceived that they moderately advanced with their career (62.2%), 27.0% of academic employees had low level of perceived career advancement and 10.8% had a high level of perceived career advancement in the universities based on categorizing the data into equal interval width (low≤2.33), (2.34≤moderate≤3.66), and (3.67≤high≤5). Figure 2 show the results of direct and mediating analysis. The path between mentoring and career advancement based on direct model (patch C) showed that there was a significant relationship between mentoring and career advancement (ßeta=.177, p<.050). In addition, as present in the mediation model (A path), there was a significant relationship between mentoring and self-efficacy (ßeta=.290, p<.001), and also there was significant relationship between self-efficacy and career advancement (B patch) (ßeta=.185, p<.001). In addition, there was also a significant relationship between mentoring and career advancement after controlling the effect of self-efficacy (patch c')(ßeta=.121, p<.050). Thus, based on Baron and Kenny's (1986) approach, it can be concluded that self-efficacy significantly and partially mediated the relationship between mentoring and career advancement. 
Discussion
The present study showed the relationship between mentoring function, occupational self-efficacy and academic's career advancement in two Iranian universities. The proposed fitted structural model was able to describe how independent (exogenous) variables contribute to career advancement and how self-efficacy mediated the relationship between mentoring with career advancement. Based on the proposed structural model, mentoring and self-efficacy were good predictors of career advancement. It can be concluded that these predictors can enhance career advancement in Iranian academic employees.
The findings supported this idea that higher mentoring function lead to higher career advancement. In similar, Gardiner (2007) and Bland (2005) , found that mentoring in higher education support faculty career success. Mentoring has been useful, offering professional stimulation to faculty members and provided formal and informal networks of communication (Gardiner et al., 2007) . Similarly, Beveridge et al. (2002) , Direnzo et al. (2010) highlighted, much of the research on mentoring looks directly to career outcomes and the expectancy that mentoring will produce certain outcomes for protégés. The importance of having a mentor in career development has found by many researches in variety of context. For example, employees without a mentor were found to Vol. 8, No. 10; 2016 have few promotions, less incomes and work satisfaction (Arokiasamy& Ismail, 2008; Ragins et al., 2000; Baugh & Scandura, 1999) . In addition, studies showed higher job performance among employees with mentoring practices (Lentz, 2009; Levenson et al., 2006) . In academic world, for learning the ropes mentoring have assisted junior and senior faculty members (Bland et al., 2005; Scandura, 1992; De Janasz & Sullivan, 2004) .
The results support that there was a positive and significant relationship between self-efficacy and career advancement. Self-efficacy emerges as the strong predictor of career advancement. Similarly, in a longitudinal stated the impact of employees' self-efficacy on career advancement. They found occupational self-efficacy had a positive relation with salary and career status at three year and with career satisfaction seven years later. Individuals with high self-efficacy are susceptible to actively participated in development and learning activities, thus they are more likely to achieve career advancement (Day & Allen, 2004; Pan et al., 2011) . To successfuly produce outcomes a person must have the belief they can successfully take the necessary actions or perform the appropriate behaviours to achieve the outcome.
Furthermore, the results support that there was a significant and positive relationship between mentoring and self-efficacy. The findings of the current study were in consistent with previous researchers who believed that mentoring was an important element in self efficacy. Self-efficacy and mentoring are also very closely tied. Sources of self-efficacy, such as vicarious experience and verbal persuasion, are significant pieces of the mentoring function (Byrne, 2008) . The increased effectiveness of the mentoring relationship facilitates learning transformation, as well as personal (psycho-social) and professional (career) development, in the work of both the mentor and mentee (Dougherty & Dreher, 2007; Allen et al., 2004; Chan & Ho, 2008) .
This study enlightened the Social Cognitive Career Theory (SCCT), by determine the mediating effect of self-efficacy in the interaction between the mentoring variables and career advancement measures. This study also examined the career advancement using a professionally employed population, i.e., academic employee and given attention to instrumental organizational condition such as mentoring as organizational socialization in explaining employees' career advancement. This is also address to Lent et al. (2000) claim, presented a study of employees' career advancement from the perspective of Iranian as non-western context. As a whole, SCCT was found to be relatively comprehensive in explaining the employees' career advancement.
As limitation of this study, we should note that the result was based on participant's self-reported questionnaire that may have been influenced by participants' feeling and recall of events at the time they completed the questionnaire. In addition, the findings of this study in Iran as a Middle East country may not generalize to other cultures. However, as the questionnaire of this study was developed through a literature review approach and validity and reliability of scales were similar with previous studies in other countries, it is more likely to be general and less culture specific (Schyns & Collani, 2002; Hu, 2008; Weng et al., 2010) . The framework of self-efficacy and its relation to outcome expectancies provides a theoretical base from which to explore possible mediators. The research structural model has provided a practical organizational model that could be utilized to predict and assess factors that influence an organization such as university.
In the literature some issues regarding the impact of mentoring remain unexamined. First, published researches have not distinguish the differential impacts of informal mentoring and formal mentoring programs which may have unlike effects on outcome measures, such as faculty career advancement, job satisfaction and retention. Second, need to assess faculty members' perceived quality of mentoring. Previous research suggested that satisfaction with mentoring has a greater impact on outcome measures than does participation in itself (Ragins, Cotton, & Miller, 2000) . Finally, future studies need to determine the role of selection bias, academic members who join mentoring programs may be different demographic characteristics from faculty who do not join, and may have higher productivity, job satisfaction and retention as a result of individuality.
Conclusion
The current study showed that mentoring had positive and significant relationship with self-efficacy. Therefore, this study supported the idea that good mentoring function is important factor to predict academic employees' belief about their capabilities to produce effect in organizations. In addition, the results of the current study showed that mentoring had positive and significant relationship with career advancement. It is indicated that in today's organizations, intangible assets such as mentoring is important in career advancement. Human capital systems to strengthen the value of mentoring to the institution will help to restate mentor support to department chairs and other faculty and will assist the success of the program.
The mediation analysis supported the idea that individuals with higher self-efficacy make appropriate interpersonal relationship; improve social capital recourses such as mentoring and networking to make better www.ccsenet.org/gjhs Global Journal of Health Science Vol. 8, No. 10; 2016 opportunity and upward mobility for promotion in their work. In addition, mentoring was important to encourage employees about their capabilities and their performance to achieve career advancement. Thus, strong individualities and frequent mentoring need to become as important to one's plan for career advancement as they related significantly to individual's career advancement. The outcome of this research recommends individual factor such as self-efficacy, need to be addressed simultaneously in order to achieve career advancement among academic employees.
